This series presents research findings based either directly on data from the German SocioEconomic Panel Study (SOEP) or using SOEP data as part of an internationally comparable data set (e.g. CNEF, ECHP, LIS, LWS, CHER/PACO). SOEP is a truly multidisciplinary household panel study covering a wide range of social and behavioral sciences: economics, sociology, psychology, survey methodology, econometrics and applied statistics, educational science, political science, public health, behavioral genetics, demography, geography, and sport science.
Does Cultural Heritage affect Employment decisions? -Empirical Evidence for First-and Second-Generation Immigrants in Germany 1 Introduction
In 2010, in 59 per cent of the families without migration background in Germany, both partners were in paid work. In contrast, this merely holds for 39 per cent of the families with a migration background. Further, in 40 percent of these families with migration history only the father pursued an occupational activity (Statistisches Bundesamt, 2012a) . Migration based differences in labor market behavior are mainly explained by highlighting the importance of demographic characteristics, like educational attainment and family composition, and structural variables, such as differences in the institutional and economic environment in the country of origin, assimilation, and social integration as well as the number of years since migration. Instead of focusing on individual and structural determinants of employment choices alone, the main thesis of this paper is that cultural norms regarding existing gender role models within society may play a major role for labor market decisions, especially for females.
To test this hypothesis, this paper purposes to replicate studies conducted in North America (Fernández and Fogli, 2009; Gevrek et al., 2011) on the extent to which culture, defined as those preferences and beliefs transferred from previous generations, rather than being voluntarily accumulated (Guiso et al., 2006) , has explanatory power for the persistent gap in female labor market outcomes across women with a migration background in Germany.
While the analysis focuses on second-generation immigrants, who were born in Germany, or migrated before the age of 7, and have at least one foreign-born parent, first-generation females are taking into account as a comparison group. This contribution uses the fact that cultural norms were found to persist over time and are transmitted to the next generation (see e.g., Borjas, 1992; Guiso et al., 2006; . When emigrating from their home country, parents take with them the prevalent cultural values and preferences with regard to the division of labor and gender roles to the host country. By transmitting these cultural attitudes to the second generation, parents endow their children with specific "family commodities" (Becker and Tomes, 1994) . Given that children's attitudes were found to be correlated with parental attitudes (see Dohmen et al., 2012 for transmission of risk attitudes and Farré and Vella, 2012 for the transmission of attitudes regarding gender roles in the labor market), parents may, thus, directly affect their descendants working attitudes. Consequently, adapting a major part of their own attitudes and preferences from their parents, the labor supplying behavior of second-generation female immigrants may mirror the labor market relevant system of values and norms in the home country of their parents.
In order to separate the cultural effects on women's work outcomes from the role that economic and institutional factors play, following Fernández and Fogli (2009) , I use past female labor force participation (LFP) rates in the second generation's parents' country of origin as a direct channel through which culture may affect employment choices. The idea is that considering the female LFP rate in their parents' country of origin controls for individual heterogeneity among second-generation immigrants attributable to institutional and economic differences in labor markets, as well as labor market related preferences in the country of origin. Since economic and institutional conditions of the country of ancestry that are relevant for female working behavior are not portable to Germany, solely cultural preferences regarding women's work may still matter for second-generation immigrants, assuming that parents transmit them to their descendants. Consequently, while second-generation females face the same economic and institutional constraints in Germany as individuals without a migration background do, individuals with migration background may chose different employment levels due to distinct cultural origins. That is, assuming that female LFP rates in the ancestry country reflect the perceptions of working women in the relevant society, women who stem from countries with low female LFP rates are expected to recently display a lower probability to work as well as working less hours per week compared to women who themselves, or their parents, come from high female LFP countries.
This paper belongs to a growing research field suggesting an impact of culture on aggregate economic outcomes, such as economic development (Alesina et al., 2003) , trade patterns (Guiso et al., 2004) , savings ratios (Guiso et al., 2006) , economic growth (Barro and McCleary, 2003) , and expenditures for welfare systems (Tabellini, 2010) . Further, empirical evidence was found on the microeconomic level showing that culture may determine individual economic choices, such as financial portfolio decisions (Guiso et al., 2008; Renneboog and Spaenjers, 2012) and educational attainment (Becker and Woessmann, 2009) as well as fertility and labor market decisions (Fernández and Fogli, 2009) . As this paper purposes to explain culture-induced differences in labor market behavior of first and second generation-immigrants, in particular, this study is directly related to the "epidemiological" approach 1 (see e.g., Carroll et al., 1994; Antecol, 2000 , Fernández, 2007 Fernández and Fogli, 2009; Alesina and Giuliano, 2010; Blau et al., 2011 , Gevrek et al., 2011 . Relying "on the analysis of "immigrants (or, better yet, descendants of immigrants) to a country [, this recent line of research in economics tries] to isolate the effect of culture from other factors, thus exploiting the differential portability of culture relative to markets and institutions" (Fernández, 2007, p. 310) .
In order to replicate findings on the influence of different cultural norms about the organization of work in the labor market and at home on recent working behavior, the purpose of this contribution is to add to these literature empirical findings for second-generation immigrants facing a distinct migration history compared to the USA (Kurthen and Heisler, 2009) , for which most studies on the effect of culture on labor market outcomes have been conducted. In fact, although Germany may not be considered as the typical immigrant country, it is a good case for testing the cultural hypothesis, since in recent decades Germany is the "key European country of immigration" (Bauer et al., 2005, p. 203) . The first major migration wave after World War II to Germany in the late 1950s and 1970s consisted primarily of immigrants with German ancestry, so called Aussiedler, and of guest workers due to labor recruitment agreements between Germany and mainly southern European states and Turkey. A second wave of immigration occurred at the end of the 1980s where mainly ethnic Germans (Spätaussielder) entered the country (Bauer et al., 2005) . Accounting for nearly one fifth of the German population in 2011, individuals with a migration background are an integral part of everyday life. Recently, most of them originate from Turkey (18.5 %), Poland (9.2 %), and the Russian Federation (7.7 %) (Statistisches Bundesamt, 2012b) . One third of them were born in Germany and, hence, may be considered as the second generation.
However, the present paper differs in some remarkable points from previous contributions.
First, given the importance of host country orientation and the identification with the country of origin, respectively, for second-generation immigrant's labor market choices, measures for individual identification with both are considered. Further, since religious belief was found to 1 However, although focusing on labor market choices of second-generation immigrant may be beneficial compared to the studying cultural effects on economic outcomes for immigrants directly, this approach may be questioned for a variety of reasons (see Fernández, 2010, pp. 495) .
be a determining factor of economic attitudes and behavior, a woman's religious affiliation is considered as a further explanatory factor. Finally, the empirical strategy of the present analysis takes into account that previous results that account for clustering at the country of origin level, while having only a small number of heterogeneously sized clusters, may be distorted.
As the labor market in Germany becomes more and more heterogeneous due to migration issues, investigating how individuals with distinct labor market relevant values and norms interact in the labor market is crucial. Given the current discussion on the shortage of skilled labor, integrating well-educated second-generation immigrants is of exceptional importance for attaining high productivity standards. Recently, Riphahn et al.( 2010) found that since 2006 skilled Turks have been leaving Germany for their home country to work and live there.
Further, to cope with an increasing dependency ratio due to an ageing population, employment rates are required to increase in order to prevent fiscal instability of the welfare state. Thus, attracting highly skilled immigrants for the German labor force is crucial to handle the consequences of demographic change. A side effect of higher employment rates would be a reduction of the burden on public finances due to lower utilization of welfare benefits.
Since the present study attempts to replicate the epidemiological approach, following Fernández (2007) and Fernández and Fogli (2009) , culture is operationalized by past female LFP rates in ancestral country in 1950 and 1990 . Assuming that cultural values last long and evolve slowly (Guiso et al., 2006) , these values may mirror the parents' values and norms regarding women's working behavior prevalent in their home societies at the time of the two major migration waves: the period of labor migration in the second half of the 1950s as well as the migration of ethnic Germans at the end of the 1980s. For the analysis data for the years 2001 to 2011, which was drawn from the German Socio-Economic Panel (SOEP), is used.
Controlling for a wide range of individual level characteristics, empirical findings from a multivariate analysis suggests that cultural norms are a relevant factor for female working probability as well as their actual hours worked per week merely for first-generation females.
However, the relation is significantly negative, that is, first-generation women, who stem from a country with low female LFP rates, display a higher probability to work than women from a country of origin with high female LFP rates. These results remain stable while carrying out different specifications and using alternative measures of cultural heritage. In contrast, unexpectedly, no statistically significant results were found for second-generation women. While the direction of the association between cultural norms with regard to working women and working probabilities as well as actual hours worked is found to be positive, none of the specifications these results attain significance. However, religious identity, and especially Muslim belief, was found to be more important for female labor market choices.
Further, the Muslim belief is significantly negatively correlated with female labor supply.
The remainder of the paper proceeds as follows. In the next section recent contributions to the literature are discussed shortly. The data and the empirical strategy used are described in section 3. Section 4 analyzes the results for the main measure of cultural background, namely past female LFP rates in the country of origin. Section 0 reports results for the use of alternative cultural measures as well as for the inclusion of further control variables, which were previously found to affect female labor force choices. Finally, section 6 summarizes the obtained results and discusses alternative explanations for these findings.
Previous findings
The present empirical analysis is mostly related to epidemiological studies conducted in the USA and Canada. Using the gender gap in LFP in the home country as a proxy for culture, Antecol (2000) examined labor market outcomes of both first-generation and second-and higher-generation immigrants in the USA on the basis of the 1990 U.S. Census. Her results indicate that culture plays a role in explaining the heterogeneity in the gender gap in LFP rates, especially for first-generation immigrants. In contrast to Antecol (2000) , who decided not to control for individual level determinants of labor force participation, such as parental background, Fernández and Fogli (2009) parents of different ethnic background into consideration, they further showed that the effect of the cultural proxies is larger for women with parents from the same cultural origin compared to women with intermarried parents from different ethnic backgrounds.
A large body of literature documents a persistent gap between labor market outcomes for immigrants compared to natives for Germany (Burkert and Seibert, 2007, Fertig and Schurer, 2007; Liebig, 2007; Algan et al., 2010; Euwals et al, 2010; Luthra, 2013) . While secondgeneration migrants are advantaged compared to first-generation migrants, these studies consistently show that, compared to native Germans, they face higher unemployment rates and gain less income. Exemplarily, Luthra (2013) compares employment and occupational status of German natives to second-generation immigrants from Turkey, ex-Yugoslavia, other guest worker countries and ethnic Germans drawing on data from the 2005 Mikrozensus.
While no significant differences between ethnic and native German women with respect to their employment chances were found, second-generation females of other migrant groups show a lower working propensity. Further, all second-generation men display a lower employment probability compared to native Germans. Algan et al. (2010) found in a comparative country study that first-generation women from Turkey, Central and Eastern Europe, Turkey, the former Yugoslavia, Italy and Greece have lower employment probabilities compared to native German women. Second-generation women from these regions, though exhibiting lower employment probabilities than native women, do better than their corresponding first-generation counterparts. Based on data from the SOEP for 2002 and the Dutch Social Position and Use of Provision Survey 2002, Euwals et al. (2010) examine, among other things, the labor market position of first-and second-generation Turkish immigrants in both countries. They found second-generation Turkish women in Germany to have a higher employment probability compared to the first-generation.
Against this large number of contributions, less attention has been paid to cultural background variables as determinants of heterogeneous working patterns across migrant groups. Contributions, claiming to deal with the impact of cultural differences regarding the employment status and working behavior across immigrant groups, mainly focus on the role the "ethnic identity" of immigrants may play. As opposed to ethnicity, ethnic identity, measured by origin-and host-country orientation, is self-chosen by individuals and therefore open to endogeneity. Casey and Dustmann (2010) used the SOEP to assess the relation between ethnic identities of immigrants in general and labor market outcomes. They constructed a measure of ethnic identity based on questions on how strongly first-and secondgeneration immigrants feel connected to Germany and their country of origin, respectively.
The authors found evidence that self-identification with Germany is positively associated with the employment probabilities of first-generation immigrants and negatively with unemployment for first-generation females, but not for males. In contrast, home-identity is negatively related to first-generation employment probabilities. While ethnic identity was found to be correlated across generations, neither German nor home identity are associated with labor market outcomes for second-generation female immigrants. For male secondgeneration migrants only home country identity was found to be positively correlated with participation and employment, and negatively related to unemployment. Aldashev et al (2009) focused on the relation between language proficiency, as one part of individual host-country orientation, and individual earnings as well as the labor market participation probability considering different sources of selection. Using the SOEP for the years 1996 to 2005, they showed that immigrants with higher language proficiency in German, as measured by language usage in the household and self-assessed language proficiency, have a higher probability to participate in the labor market and to be employed.
Considering explicitly differences between ethnicities in this discussion, Constant et al. (2007) and Constant and Zimmermann (2008) Turkish migrants. Further, male Turks showed a lower hazard of finding a job compared to male ex-Yugoslav, Greek, Italian or Spanish immigrants. These differences were not found for female migrants. However, while these results strongly depend on the labor market context (e.g., unemployment rate, share of low qualified workers), host-country orientation and religiosity were also found to be significant factors influencing employment patterns of immigrants and, especially, the transitions into employment of male migrants and married migrant housewives. With respect to the second generation, they did not find significant effects on labor market outcomes.
This paper is also related to a few studies for Germany that have been published pointing explicitly to culture in the sense of shared preferences and beliefs, which are transmitted from parents to children, as an influencing factor of labor market outcomes. Although focusing on heterogeneity in attitudes towards gender roles and work commitment within Germany, and not between different ethnicities, Tolciu and Zierahn (2012) apply data from the Labor Market and Social Security (PASS) data set. The authors explicitly modeled channels through which attitudes towards working women may affect women's labor market decisions, namely through belonging to the same household, peer group, and the same region. Opposed to the vast majority of studies conducted for Germany focusing on the heterogeneity in labor market outcomes for second-generation immigrants, the purpose of the present study is to assess the role distinct cultural norms with respect to labor market preferences play in determining female employment decisions. While recent studies claim to consider cultural factors in their analysis of first-and second-generation immigrant's labor market choices, culture is mainly understood as ethnic identity, proxied by host-and home country language proficiency, interethnic contacts, or host-and home country media consumption. Due to the inherent endogeneity in the relation between self-chosen ethnic identity and economic choices, I use a measure based on given individual ethnicity, namely LFP in country of origin. Opposed to a few recent studies taking individual ethnicity into consideration to explain distinct working patterns (Uhlendorff and Zimmermann, 2006; Constant and Zimemramann, 2008; Höhne and Koopmans, 2010; Luthra, 2013) , using this quantitative measure of culture provides an explicit channel through which cultural norms impact recent working behavior. Using merely dummies for individual country of origin do not provide a direct link why it should matter to be from one ancestry instead of being from another for labor market outcomes (Fernandez 2010), though they may capture a broader channel through which culture may affect economic outcomes. In contrast to previous research, this paper also considers individuals originating in Eastern Europe, since they account for a major part of the migrant population in Germany.
Furthermore, previous epidemiological findings (Fernández, 2007; Fernández and Fogli, 2009; Gevrek et al., 2011) are completed by including measures for ethnic identity due to the importance of host country orientation and the identification with the country of origin, respectively, for second-generation immigrant's labor market choices (Luthra, 2013, Casey and . Given the importance of religious belief for individual economic outcomes and attitudes (Iannaccone, 1998; Guiso et al, 2003 Guiso et al, , 2006 Arruñada, 2010) and especially for labor supply (Heineck, 2004; Spenkuch, 2011) , expanding upon previous studies, women's religious affiliation is considered as a further explanatory factor. Further,
given that naturalization as a part of the integration process might have consequences for labor market outcomes (Liebig et al., 2010) , all regression specifications control for whether respondents have German nationality. Finally, as opposed to epidemiological studies conducted in Northern America which deal with culture and labor market outcomes (Fernández, 2007; Fernández and Fogli, 2009; Gevrek et al., 2011) , analyzing the relation between cultural heritage and the level of labor supply, the present study takes into account that clustering at country of ancestry level, which may be a good strategy due to the fact that the variable of interest, female LFP rates in country of ancestry, varies by country of origin only, may distort results due to a small number of clusters.
Data and methodology

Data sets and sample selection
Studying the effect of cultural factors on labor market outcomes can best be tested at the individual level, since separating economically relevant effects of culture from more traditional institutional explanations is difficult on the aggregate level. Further, cross-country comparisons cannot account for heterogeneity across countries due to distinct definitions of immigrants as well as distinct attractiveness to immigrant groups. The data used in this study is drawn from the SOEP, a representative cross-section survey on the attitudes, behavior, and social structure of persons resident in Germany collected since 1984. While using data for the years 2001 to 2011, as the most recent decades which contain relevant information on the respondents' migration history, the sample used is restricted to women aged 18, the official age of majority in Germany, and 60 in order to avoid distorted results stemming from early retirement. The focus of this paper is on first-and second-generation females. The latter were born in Germany, or were foreign born but arrived in Germany before reaching school age, and have at least one foreign-born parent. Although former research pointed to the strength of a large sample size, which may allow one to obtain precise results, for the multivariate analysis a sample covering 1,889 individuals and 9,676 observations in 11 years is used.
Although this may lead to less precise estimates, and, thus, may distort ρ-values, it may be seen as a robustness check of analyses using a quite larger number of observations. Table 1 describes the characteristics of the sample used. Females from the second generation are on average 10 years younger than first-generation women. They, further, have slightly more years of education, reflecting the usual pattern that second-generation immigrants outperform first generations with respect to educational attainment (Kristen and Granato, 2007) . While average actual hours worked by week and employment participation differ slightly between the generations, on average, 77.6 percent of second-generation immigrant women are in the labor force as compared to 72.1 percent of first-generation females. Furthermore, while the large difference in the presence of young children in the household may be explained by age differentials, no large differences regarding religious affiliation between first-and second-generation immigrants revealed, except for Islam and Protestantism,. It appears that, while the Protestant belief is not transferred to descendants, there are, on average, 7.27 percent more women of the Muslim belief in the second generation.
To test the explanatory power of cultural factors for heterogeneous female employment rates of second-generation immigrants, following Fernández and Fogli (2009) , the respondent's culture is proxied by past values of female LFP rates in the country of ancestry.
While the variable country of origin was constructed following Scheller (2011) , the crosscountry data on LFP rates are drawn from the information given by Fernández and Fogli (2009) Table 2 mirrors source country characteristics for 2000. The descriptive results reveal that countries of origin still differ widely in their economic and social conditions. As expected, Western
European countries and the United States display a higher GDP per capita as compared to
Eastern European countries and Turkey. While Turkey shows the lowest secondary school enrollment rate, it has the highest number of births by women. Life expectancy, as an indicator for overall country development, also varies widely across nations. Further, the rate of women in the LFP is very heterogeneous.
2 The ILO provides a database containing information on the labor market activity rates of the economically active population since 1945 by gender. The economically active population comprises persons older than 15 who furnish the supply of labor, employed and unemployed, for the production of goods and services. (1) to (4) women, column (7) displays the percentage of women from each country that either "agreed"
or "strongly agreed" with the statement "Being a housewife is just as fulfilling as working for pay" from the fourth wave of WVS. Consequently, the more women agreed with this statement, the more conservative the country may be considered. Averagely, 58.81 percent of women thought that being a housewife is just as fulfilling as doing paid work with a standard deviation across countries of 10.71 percentage points.
Methodology
To capture cultural effects on labor market outcomes, namely employment probability and positive value for weekly hours worked is only observed for those women whose desired working hours are nonnegative. For non-working women, whose utility from paid work is negative, hours worked were replaced with a value of zero. Thus, it may be argued that the data on hours worked is censored at zero. 57.11 percent of the first generation and 58.44 percent of second-generation women worked positive hours. For those working, the weekly hours worked range from 1.5 to 80 hours.
Explanatory variables
Although it is assumed that labor market related cultural norms and values form the country of origin are portable and transferable to the next generation, while economic and institutional conditions are not, several different economic and institutional factors besides cultural beliefs 4 Fernández and Fogli (2009) and Gevrek et al. (2011) cluster their observations at the country of ancestry level, arguing that LFP in 1950 varies by parental country of origin. Using 25 clusters (Fernández and Fogli (2009) and 18 clusters (Gevrek et al. (2011) , respectively, the inference of the obtained estimates from these analyses may be distorted due to the small number of clusters. All regressions simultaneously control for the educational level of the partner and his labor income, which may be seen as a proxy for women's non-labor income. While the effect of the partner's income on female labor supply is straightforward, the effect of his education is not.
On the one hand, being married to a well-educated partner, who is supposed to also have a high level of income, may be expected to negatively affect female labor supply. On the other hand, assuming that working preferences are positively correlated with one's education, the spouse's educational level may reflect his attitudes towards working women. Thus, women with higher tastes for working tend to choose a more educated partner (Papps, 2010) . As a consequence of these two opposing factors, the effect of partner's education on female labor supply is not clear. For single women, variables indicating spouse characteristics are given a value of zero. A child younger than three years is a dummy variably indicating whether there are young children under the age of three in the household for whom individuals need to care
for. Furthermore, regional unemployment rates are considered to deal with structural differences within the German labor market. Every specification includes year fixed effects.
Additionally, years since migration and its square are considered as further explanatory variables for first-generation women. The longer a woman already stays in Germany, the higher her potential may be to adapt to the local culture and, as a consequence, the higher her employment probability is expected to be. However, Tobit coefficients may be directly interpreted only as the relation between the independent variable in question and a latent variable underlying the observed dependent variable. Thus, the corresponding marginal effects on the expected value of hours worked, while conditional on it being larger than zero, are reported. Column (3) shows that the coefficient of LFP in country of origin is negative and statistically significant at the 1% level, which indicates that first-generation women coming from high female LFP countries desire significantly less hours to work for pay per week than women from low female LFP countries.
However, this result is against my expectation of a positive relation between home country LFP and female working behavior. Column (4) of Table 3 shows that, conditioned on hours worked being positive, first-generation women from high female LFP countries tend to work 11.22 hours less than women from low female LFP countries, which is 37.74 percent of the sample mean of weekly hours worked for those women working. However, unexpectedly, no statistically significant results were found for the second generation, though again, as expected, women whose parents were born in high female LFP countries may tend to work more hours than women whose parents came from low female LFP countries.
To preclude that the results for working probability and hours worked are driven by differences in individual characteristics, all regressions condition on a large vector of background characteristics. In line with former research results (Fernández and Fogli, 2009 ), the relation between age and both working probability and hours worked by females display, as expected, a significant non-linear effect. One's educational attainment increases the probability to work and is positively related to female hours worked. Although the relation between labor market and naturalization choices is likely to be bi-causal, at the least statements on the relation between these two variables can be made. While naturalization is found to be positively associated with first-generation women's labor market outcomes, it is negatively related to the second generation's labor supplying behavior which points to a negative selection effect. That is, those second-generation women who may be less integrated or have language shortcomings, and, thus, face a relatively weaker position at the labor market, may choose more often to naturalize to obtain access to welfare programs (Euwals et al., 2010) . While being married is associated with lower female labor supply, the education of the partner is positively associated to it. Both labor market income of the partner, as a proxy for women's non-labor income, and having young children at home decreases female labor supply, as expected. Regional unemployment is also found to be negatively related to women's labor supply. The longer first-generation women live in Germany, the higher is their supposed host-country specific human capital, such as knowledge about job access and
German language proficiency, and, as a consequence, the higher are their probabilities to be employment, however, with a decreasing rate. Summing up, cultural values regarding working women prevalent in the country of ancestry were found to partly explain the heterogeneity in labor market outcomes of firstgeneration immigrant women in Germany. However, no support was found for the hypothesis, that labor market related cultural norms, which were assumed to be transmitted from parents to their descendants, are related to labor market decisions of the second generation. While positive, the effect of cultural heritage on second-generation immigrant women in Germany was found to be not statistically significant.
5
Robustness of results
To test the robustness of the results found in the previous section, at first, two alternative measures of culture, namely country of origin dummies (section 5.1) and attitudes towards working women in country of origin (section 0), are used. Further analyses are conducted considering ethnic identity in section 5.3 and religious identity in section 5.4, which were found in previous research to affect female labor supply, as these are channels through which cultural norms may affect female labor market outcomes. To preclude that the results are driven by individual or regional differences the following analyses control for age, educational attainment, German nationality, the presence of young children, marital status, husband characteristics, and regional labor market structure. Note, since these results are well behaving, just as the explanatory variables displayed in Table 3 , they will neither be discussed in further detail nor are they shown in the tables. Full results for all following specifications are available upon request.
Country of origin and labor market outcomes
Next, ethnicity, as measured by country of origin dummies, is considered as a commonly used proxy for culture. It may impose specific cultural values capturing a broader channel through which culture may affect female labor supply than looking at female LFP rates in country of origin as a specific way. Given empirical support that living under a specific political system may lead to the adaptation of preferences (Alesina and Fuchs-Schündeln, 2007) , at least partly, distinct incentives provided by states and societies related to female labor supply, such as in the form of the provision of public day-care, family related employment legislation, child benefits, and work-family balance regulations, may affect female labor market choices of immigrants. Table 4 . Marginal effects from probit estimation in columns (1) and (2) women, which is a relative mean effect of 22.88 percent, to a high of a 34.21 percentage points higher probability to be employed (58.68 percent of the mean) for first-generation women coming from Bosnia-Herzegovina compared to Turkish female first-generation migrants. Thereby, the difference between the working likelihood for women from these two countries is statistically significant at the 1%-level. Regarding the main guest workercountries (Ex-Yugoslavia, Greece, Spain and Italy), statistically significant differences regarding working probabilities were further found between women from Ex-Yugoslavia and Greece, and between women from Greece and women stemming from Italy or Spain. an almost equally higher propensity to work, compared to second-generation Turkish women, no significant differences for the second generation's working behavior was found between women of Spanish as compared to Turkish descent.
Columns (3) to (6) show Tobit estimates and the corresponding marginal effect on the expected value of hours worked given the individual is not censored, respectively. Columns Greece tend to work 9.42 hours more than first-generation women who came from Turkey, which corresponds to a relative mean effect of 31.69 percent for those women working.
Further, compared to first-generation women of Turkish origin, working females of Spanish origin tend to work 8.11 hours more, although this result is only significant at the 10%-level.
Compared to Turkish originating women, women with Yugoslavian origin tend to work 7.64 hours and women with Italian origin work 7.26 hours more condition on hours worked being positive. Again, women stemming from Bosnia-Herzegovina display a high value of desired working hours per week and those working tend to work 14.08 hours more per week compared to first-generation Turkish women. However, unexpectedly, no effects for culture on hours worked were found for second-generation immigrants, except for females with Austrian origin, who display a higher utility gain from working compared to Turkish women.
Summing up, the country of origin, as a broad measure of cultural origin, reveals persisting differences across immigrant groups regarding their working behavior. While ethnicity seems to matter for the probability to be employed for both generations, no significant relation was found between cultural origin and second-generation women' hours worked.
The role of attitudes towards working woman
Further, cultural norms towards female LFP may not only be incorporated by a behavioral measure, such as past LFP in country of ancestry, but attitudes towards gender roles in the labor market prevalent in a society may also reflect cultural norms with respect to the supply of labor of women. There already exists empirical evidence that attitudes regarding women's role in the labor market, which vary systematically between countries (Albrecht et al., 2000) influence female working behavior (Fernández, 2007) . Women coming from countries that are more conservative with regard to working women were found to participate less in the labor market.
Following Fernández (2007) , country specific attitudes towards women working are used to analyze culture-induced heterogeneity in female LFP in Germany. These attitudes reflect not solely women's preferences but also economic and institutional conditions in the respective society. Further, since attitudes towards working and leisure are likely to be related to one's own working experience and education, individual attitudes may be endogenous.
However, analyzing attitudes towards women working from a woman's country of ancestry, that is, from a different period of time as well as from a distinct institutional framework, may mitigate endogeneity issues.
In Table 5 Table 5 shows the results from a pooled probit regression for the propensity to work. As expected, while controlling for individual and regional differences, column (1) However, no statistically significant results were found for the second generation's probability to work in the lower panel of column (1). Second-generation women whose parents come from more conservative countries seem not to behave differently from those whose parents originate from a more liberal country with respect to their working probability.
Columns (2) and (3) (2) and (3), the result is not statistically significant. In sum, the pattern found in Table 3 can be replicated when using attitudes towards women working as an alternative measure for one's cultural heritage. While more conservative attitudes in country of origin have explanatory power for labor market outcomes of first-generation women, no association was found to the labor market choices of the second-generation. Notes: (A) ML-probit regressions for the probability to work. Estimates report marginal effects at the mean of all covariates. (B) Tobit estimates and corresponding marginal effects for expected hours worked condition on hours worked being positive. The upper panel of each column controls additionally for years since migration and years since migration squared/100. Robust standard errors in parenthesis. At the bottom, results for chi-square Wald test and F-test, respectively, are shown. * denotes statistical significance at the 10% level, ** at the 5% level and *** at the 1% level.
The role of ethnic identity
While vertical socialization from parents and the family are the primary source of socialization, next to this vertical socialization, children chose their own social and cultural identity as a member of a particular ethnic, religious or gender group ). Belonging to a specific group may then impose incentives to behave in a certain way.
This section analyzes whether individual cultural heritage retains explanatory power once considering one's self-chosen ethnic identity and, thus, whether the effects of cultural origin on labor market outcomes may depend on how strongly individuals are connected to the host country's culture. Following Casey and Dustmann (2010) , how strongly an immigrant woman self-identifies with the host country and the country of origin, respectively, is measured by two questions from the SOEP. On a five-point scale, firstly, respondents were asked to quantify how strongly they feel as "German", and, secondly, how strongly they feel connected to their country of origin. Since these questions were asked in the period under consideration only for the years 2001, 2003 and 2010, the observations used for first-generation women fell to 1,642 and the observations used for second-generation women dropped to 638.
As the upper panel of column (1) in Table 6 reveals, the obtained results from column (1) of Table 3 were found to be robust to the inclusion of a first generation woman's ethnic identity as measured by her feeling of how strongly she is connected to Germany. Thus, cultural norms regarding female working decisions play an important role for first-generation women regardless of their ethnic identity. Stemming from a country with high female LFP rates is associated with a 49.26 percentage point lower probability to work, as compared to women from low female LFP countries. Furthermore, the analysis exhibits that individuals who feel not completely German, as compared to first-generation women who do, have a lower working propensity. However, solely the effect for feeling hardly German, as compared to feel completely German, attains statistical significance. First-generation women who feel hardly German are 11.10 percentage points less likely to work. These results are in line not only with previous results for Germany (Casey and Dustmann, 2010) , but also within a European context . Column (1) shows in the lower panel the results for the second generation. While the direction of the correlation between cultural heritage and working probability had changed once controlling for individuals self-identification with Germany, compared to Table 3 , the influence of culture on second-generation women's working probability again was not found to be statistically significant. However, the findings regarding the relation between second-generation employment choices and ethnic selfidentification are consistent with results obtained by Casey and Dustmann (2010) . Selfidentification with Germany is not associated with employment probability for the second generation. Notes: (A) ML-probit regressions for the probability to work. Estimates report marginal effects at the mean of all covariates. (B) Tobit estimates and corresponding marginal effects for expected hours worked condition on hours worked being positive. The upper panel of each column controls additionally for years since migration and years since migration squared/100. Robust standard errors in parenthesis. At the bottom, results for chi-square Wald test and F-test, respectively, are shown. * denotes statistical significance at the 10% level, ** at the 5% level and *** at the 1% level.
Columns (2) and (3) of Table 6 show Tobit estimates for hours worked and marginal effects for expected hours worked. The relation between female LFP rates in the home country and both desired hours worked, upper panel of column (2), and actual hours worked for those first-generation women working, upper panel of column (3), is comparable in size to the results obtained without controlling for ethnic identity in columns (3) and (4) of Table 3 .
Thereby, first-generation women who self-identify as being hardly or not at all connected to
Germany have a lower wish to work and if they are employed they work 2.78 and 2.48 hours less per week, respectively, than women feeling completely related to Germany. This corresponds to a 9.34 percent and a 8.33 percent, respectively, decrease in expected hours worked for those first-generation women working. In contrast, the lower panel of columns (2) and (3) do not show evidence for an association between cultural heritage and hours worked for second-generation women. However, women who feel mostly German, as compared to women feeling completely German, exhibit a higher wish to work and once working they are expected to work 4.01 hours more per week. Summing up, both cultural values and selfidentification with Germany are negatively associated to first-generation women's labor market outcomes. In contrast, while individual cultural heritage was not found to be associated with second-generation women's labor market outcomes, second-generation females who are mostly connected to Germany, as compared to those who feel completely German, exhibit a greater wish to work and once employed, they work more hours. Table 7 reports probit estimates in column (1) for the probability to work and Tobit coefficients as well as the corresponding marginal effects for expected hours worked in columns (2) and (3). The upper panel shows the association between first generation's labor market outcomes and their cultural heritage as well as their identification with their home country. Again, results obtained in the analysis of the relation between past female LFP rates in country of origin, as a measure for labor market related cultural norms (see Table 3 ) were found to be robust to the inclusion of home-country identity. Further, in line with Casey and Dustmann (2010) , home-identity is negatively related to employment probabilities. The less first-generation women are connected to their home country, the higher their employment probabilities, although merely the results for women who are hardly connected to their home country, as compared to women who are completely related to their home country, were found to be statistically significant. They are 8.82 percentage points more likely to work in Germany, as compared to women completely connected to their home country.. While no significant relation regarding the association between female LFP rates in the ancestral country and second-generation working probabilities were found, in contrast to Casey and Dustmann (2010) , second-generation women who are hardly connected to the country of their parents' origin were found to be 14.62 percentage points less likely to work than women completely with a very strong country of origin-identity. However, being merely significant at the 10%-level, this result may be driven by the large fraction of Turkish women in this analysis. They are supposed to rely on a dense network of Turkish decedents when finding a job. Thus, the lower their connection to the country of origin of their parents is, the lower their returns from those networks may be.
Turning to the analysis of the Tobit estimates in columns (2) and (3) of Table 7 , even when controlling for home-country orientation the cultural measure remains a significant component of first-generation female decisions of how many hours to work. Besides the negative effect of cultural norms on hours worked, home-country orientation was found to be positively related to the desire to work as well as to the expected weekly working hours of those working. This finding is in line with the results of the previous analysis, where firstgeneration women who were not completely connected to Germany were found to work less hours per week compared to women who are complete related to Germany. First-generation women who are connected to their home country only in some respects or hardly, as compared to women who are completely related to it, have a higher wish to work and, once employed, they work 1.93 and 2.41 hours more per week, respectively. With respect to the correlation of cultural heritage and a second generation woman's desired weekly working hours and her expected hours of work once working, the lower panel of columns (2) and (3) of Table 7 reveal no empirical evidence. However, second-generation women who feel not completely as being part of the country of their parents' origin wish to work less and, if working, they work fewer hours per week compared to women completely connected to their parental country of origin. Especially second-generation women, who do not feel at all to belong to their parents' country of origin, wish to work fewer hours per week, and once employed, they work 5.04 hours less than second-generation immigrant women who are strongly connected to their country of ancestry. This corresponds to a 15.42 percent decrease of the mean expected hours worked for those women working. While the hypothesis that cultural heritage is related to the working behavior of the second generation is not supported by the data, in contrast to Casey and Dustmann (2010) , empirical evidence was found for a second generation woman's orientation towards the country of origin of her parents to be significantly associated to her labor supplying behavior.
The role of religious identity
Closely related to the concept of ethnic identity is one's religious identity as demonstrated. Given that parents endow their children with specific "family commodities" (Becker and Tomes, 1994) , they may also transmit "religious capital" to the next generation which is understood as religious beliefs and teachings which have the potential to govern labor market choices. While being primarily inherited by children rather than being voluntarily acquired, on the one hand, religious traditions may directly influence individual economic behavior by its impact on traits and attitudes (Barro and McCleary, 2003) . With respect to labor market outcomes, religious preferences may influence the view about women in society as well as active female LFP. On the other hand, employers may use certain religious capital as signal for desirable individual traits related to labor productivity, such as diligence Tomes, 1985) . Thus, this paragraph examines whether the individual cultural heritage retains explanatory power once controlling for religious identity.
Religiosity as a determining factor of labor market outcomes has been addressed in several papers. While some studies found wage premiums for religious people, and especially for Jews (Chiswick, 1983 , Tomes, 1985 and Catholics (Ewing, 2000) , others examined the relation between religiosity and labor supplying decisions. Lehrer (1995) for the USA and Maneschöld and Haraldsson (2007) for Sweden analyzed female labor supply decisions for married women and found that the strength of female religious beliefs and the strictness of her religious tradition is negatively associated to her labor supplying decision. For Germany, both Spenkuch (2011) and Heineck (2004) found individual religiosity to affect working patterns of individuals, especially those of married women.
The questions on one's religious affiliation were asked in the period of consideration only for the years 2003, 2005 and 2011 . Thus, the used observations fell from 6,357 to 1,671 for first-generation women and from 3,085 to 819 for second-generation women. In each specification, not-affiliated people, defined as those not belonging to any religious organization, are the reference category. Considering explicitly religious identity as a specific channel through which working habits may be influenced, at least partly, These results remain robust, when analyzing weekly hours worked as the dependent variable in columns (2) and (3). First-generation Muslim women, while gaining a lower utility from working, when employed, they work 4.43 hours per week less than not-affiliated firstgeneration women. Likewise, those second-generation Muslim women employed, work 4.41 hours less per week, as compared to not-affiliated second-generation females, which corresponds to 13.49 percent of the sample mean of weekly hours worked for those secondgeneration women working. Thus, while cultural norms with respect to working, as measured by past female LFP in country of origin, were neither found to be relevant for first-nor second-generation women, Muslim religious norms were consistently found to play an important role for female labor force choices for both generations 
Discussion and concluding remarks
The purpose of this contribution was to examine the hypothesis of whether cultural norms regarding female labor working behavior are related to female labor market outcomes in Germany. It was assumed that females stemming from a country with a high female LFP take with them the cultural norms encompassed in that measure to Germany, whereas the institutional and economic factors that also determine the female LFP rates in the country of origin should not be relevant anymore. Further, these labor market related cultural norms were supposed to be transmitted from the parents to their descendants, and thus, labor market outcomes of the second generation may also be influenced by female LFP rates prevalent in the parental country of origin.
The previous sections yielded somehow unexpected results. While cultural norms, as measured by the female LFP rates in the country of ancestry, were found to be strongly negatively related to first-generation labor market behavior, no statistically significant results were found for the second generation. Based on the weakness of the epidemiological strategy outlined by Fernández (2007) , one may think of several explanations for the obtained results.
At the beginning, the obtained results for the first generation are discussed followed by a discussion of the findings for the second generation. Thereby, this section presents some thoughts on why different results, as compared to the USA (Fernández, 2007; Fernández and Fogli, 2009 ) and Canada (Gevrek et al., 2011) , were found.
The significant and robust negative relation between past female LFP rates in the country of origin and working probability as well as hours worked for first-generation women, as opposed to the expectation of a positive association, may be explained by deviant behavior due to migration shocks. Although regression control for the years since migration, one may think of variables not necessarily captured by this variable. Exemplarily, uncertainty about the permission to stay in Germany may cause first-generation women to supply less work, though they come from high female LFP countries or though they may have positive attitudes towards working. Further, several empirical studies point to the existence of ethnic discrimination which may negatively affect the labor supply of first-generation women.
Hunkler (2009) reports employer discrimination, especially for Turkish immigrants and Kaas and Manger (2012) recently found evidence for statistical discrimination based on foreignsounding names in a field experiment. Consequently, immigrant females from high female LFP countries, even if they wish to supply work, are forced to stay at home due to the presence of ethnic discrimination in the German labor market. Another reason which may prevent first-generation immigrant women to supply labor as desired may be found in the structural conditions of the German labor market, which may be seen as strongly emphasizing professional qualifications. However, since the recognition and transferability of foreign qualification to Germany is limited, even highly educated and motivated immigrant females may display a lower probability to work. Furthermore, given that culture is a social phenomenon, to replicate individual female behavior of the home country in Germany, a social environment is required, that provides the incentives to do so. Exemplarily, on the one hand, one may imagine women from high female LFP countries to find "German women"
working less as compared to women in their home country, since the number of average weekly hours worked of women is comparably low in Germany in an international view.
Thus, while having a high taste for working, they do not find the incentive structure to replicate their working behavior in Germany. Furthermore, on the other hand, women from low female LFP countries may find incentives in the form of higher relative wages in Germany compared to their home country, and thus, may deviate from their original behavior and supply more work, although they exhibit low working preferences.
Further, given that immigrants may differ in systematically ways from their average home country's population, and thus, are unlikely to represent the working preferences of their home country's population, concerns regarding the results to be driven by selection may occur. One may argue that, given an identical distribution of working preferences across countries, first-generation immigrants from high female LFP countries come from the lower part of the utility-of labor distribution, while immigrant women from low female LFP countries may be drawn from the upper part of the distribution. Exemplarily, immigrant women from former Eastern bloc countries consist mainly of Ethnic Germans, who are supposed to share the relative conservative attitudes with respect to working women prevalent in "German culture" (Albrecht et al., 2000) . Thus, they are expected to show low labor supply in Germany, while their "home-countries" are supposed to exhibit high female LFP rates due to the historically important role of the Communist regime. Women from the classic guest worker countries, such as Spain, Greece and Italy, are another example. While these countries typically show low female LFP rates, it may be argued that women with a relatively high taste for working, that is those from the upper part of the distribution, immigrated to Germany to work and earn money. While this selection argument may be plausible for women who came from former Eastern bloc countries and women of the guest worker countries, it seems not plausible for women immigrating from more western-oriented cultures, such as the USA or France.
However, an important factor pointing against selection as a driving force for the negative relation between cultural norms in home country and female labor supply of first-generation women in Germany is the finding with respect to the attitudes towards working women in the country of origin as an alternative measure for one's cultural heritage. Attitudes of females regarding the division of labor between market and homemaker reflect the views of an average woman in the country of origin. Since these average female attitudes towards working women in the country of origin have significant explanatory power for firstgeneration immigrant women's labor market behavior in Germany, selection may not be a severe problem.
With regard to the second generation, the relation between past female LFP rates in parental country of origin and working probability, as well as hours worked, were found to be of the expected direction, namely positive, and robust once alternative measures of culture or religious identity were included. However, neither of these findings attains statistical significance. There are some facts which may explain these insignificant results for secondgeneration immigrant women. The most prominent explanation may be the fact that secondgeneration immigrants have become more integrated and assimilated to Germany by investing in country specific human and social capital and, thus, cultural norms with regard to women working from the country of origin of their parents may only play an inferior role in determining their labor market position. Therefore, it is not surprising that empirical studies found that second-generation immigrants improved their position at the labor market due to better educational attainment (Euwals et al., 2010 , Algan, 2010 , Luthra, 2013 . Furthermore, a selection bias may also explain the obtained insignificant results for the second generation. As outlined by Scheller (2011) , a particular share of second-generation immigrants is not assignable to a particular country of origin in the SOEP. In the period under consideration, no country of origin was assignable for 179 individuals with an indirect migration background.
Apart from that, the limited number of individuals for the second generation, in combination with only little within variance, that I tried to explain, may yield insignificant results for this group.
Finally, there are likely a lot of unobserved factors, altering first-and second-generation woman's tastes for work independently of one's cultural heritage, such as individual labor market experience. However, since I am interested in the effect of culture on female labor supply, and not in the determinants of it, individual labor experience is not considered in the paper. However, results from auxiliary regressions, not presented here, show that the size of the cultural proxy coefficient was found to decrease once including labor market experience.
Nevertheless, the pattern of results remained robust. Further, strong family ties, as have been revealed by Alesina and Giuliano (2010) , are negatively associated to female labor force participation. Thus, while coming from a high female LFP country, the social environment of the women may emphasize a strong family culture which imposes restrictions on female labor supply. The effect of cultural norms on female labor choices may also be driven by unobserved differences in parental human capital. Parents stemming from a country recognizing the role of educational attainment more, as compared to parents from countries with a lower emphasis on education, may also invest more in their children's early childhood learning and schooling (Fernández and Fogli, 2009) . One may expect higher parental education to positively affect labor market outcomes of their descendants independently of the cultural background. Differences across female labor market outcomes may then be traced back to an omitted variable bias due to unobserved parental human capital rather than to incentives set by distinct cultural norms. Regressing female employment probabilities and the weekly hours worked, respectively, on past female LFP in country of ancestry, as the quantitative measure for labor culture, and the commonly used explanatory variables including mother's and father's educational attainment reveals a significant negative association between female LFP in country of ancestry and working probability as well as hours worked for first-generation immigrant women. For second-generation women the relationship attains a positive, however, not statistically significant. These results, not shown here, are available upon request.
Summing up, while this study was not able to replicate findings for Northern America in Germany on a statistically significant level for second-generation immigrants, labor market outcomes of first-generation immigrants were found to vary systematically due to cultural norms, measured either by past female LFP in country of origin, country of origin indicator variables, or attitudes towards working women prevalent in their home country. Extending previous research attempts on the impact of cultural norms on labor market outcomes using the epidemiological approach, I found that the results for first-generation immigrants are neither driven by their nationality nor by their ethnic identity, as measured by their feeling of affiliation with either Germany or the home country. However, religious identity, as a specific cultural trait, was found to be more import than the measures of cultural heritage for labor market behavior of both the first and the second generation. Especially the Islamic belief was found to be negatively associated with employment probabilities and actual hours of work.
This finding may be seen as evidence for the disadvantaged position of Turkish females in Germany, since most of the adherents to Islam are of Turkish descendent. Female or male secondary school enrollment rate: Gross enrollment ratio is the ratio of total enrollment, regardless of age, to the population of the age group that officially corresponds to the level of education shown. Secondary education completes the provision of basic education that began at the primary level, and aims at laying the foundations for lifelong learning and human development, by offering more subject-or skill-oriented instruction using more specialized teachers.
GDP per capita, PPP
GDP per capita based on purchasing power parity (PPP). PPP GDP is gross domestic product converted to international dollars using purchasing power parity rates. An international dollar has the same purchasing power over GDP as the U.S. dollar has in the United States. GDP at purchaser's prices is the sum of gross value added by all resident producers in the economy plus any product taxes and minus any subsidies not included in the value of the products. It is calculated without making deductions for depreciation of fabricated assets or for depletion and degradation of natural resources. Data are in constant 2005 international dollars.
Fertility rate (births per woman)
Total fertility rate represents the number of children that would be born to a woman if she were to live to the end of her childbearing years and bear children in accordance with current age-specific fertility rates.
Life expectancy Life expectancy at birth indicates the number of years a newborn infant would live if prevailing patterns of mortality at the time of its birth were to stay the same throughout its life.
LFPR
Labor force participation rate is the proportion of the population ages 15 and older that is economically active: all people who supply labor for the production of goods and services during a specified period.
Source: World Development Indicators, The World Bank
